ABSTRACT This paper intends to investigate whether the speed of a transition process influences the degree of HRM developments in transition economies
Introduction
Transition to a market economy gives an impetus to different socialist countries to introduce management systems and to apply tools widely recognized in developed market economies and successful companies world-wide. However, success and speed of transition in different ex-socialist countries, measured by the speed and the nature of privatisation process and corporate restructuring, the scope of liberalisation and degree of macroeconomic stabilisation, produced quite different results regarding their institutional and economic systems. On the micro-level, the companies were forced to radically restructure and introduce market-oriented, contemporary management technologies and systems. Among others, HRM systems and policies gained broad awareness and recognition, becoming institutionally accepted patterns of behaviour among companies, regardless of their size, maturity, industry sector or ownership structure. Some studies, such as Brewster et al. (2004) , highlighted some aspects of HRM developments in a few transition countries such as Bulgaria, Slovenia, Czech Republic and Estonia. Research based on the CRANET survey revealed mixed findings in selected transition economies regarding the role of HRM function, HRM strategy involvement, recruitment and selection, training and development, performance measurements and rewards, employee relations ad the role of trade unions, without a clear indication of some particular "transitional HRM model" being in place. The following factors have been suggested as explanations for identified differences in HRM policies and practices between selected countries: the starting points and speed of transition, the cultural background, the competence of HR professionals, the scale of service sector and the size of organisations (Alas, Svetlik, 2004) . Some other studies also suggested that HRM practices were rather underdeveloped and focused primarily on administrative issues and a traditional approach to HR in many ex-socialist countries, such as Slovenia (Zupan, Kaše, 2005) , Bulgaria and the Czech Republic (Koubek, Vatchkova, 2004) .
In order to see whether the speed of transition indeed influences the degree of HRM developments in transition countries, we focused our investigation on two such countries -Slovenia and Serbia, which used to be constitutional parts of the former Yugoslavia and therefore shared the same political and cultural background for many years. This fact allows us to control for at least one inevitable variable when exploring HRM developments, such as cultural background. In this exploratory study we intend to investigate if there are differences in HRM policies and practices between the two countries, and if yes, whether they can be explained by the speed of the transition process which turned out to take quite different paths in two countries. It will also be interesting to see whether there are some similarities of HRM practices in two countries, which at the same time diverge from the European dominant practices, since they may highlight the influence of cultural values in shaping HRM policies and practices within the national context. We expect that the results may contribute to a deeper understanding of HRM developments in transition economies as well as to the convergence-divergence debate in comparative HRM.
Context for the Research: Slovenia and Serbia
For a long period of time, Slovenia and Serbia shared the same national background by being constitutional parts of one country: first the Kingdom of Serbs, Croatians and Slovenes (established 1 December 1918) and after World War II the Federal National Republic of Yugoslavia (29 November 1945) . For more than 45 years Serbia and Slovenia were two constitutive republics of the federal state. Within former Yugoslavia, Slovenia was the most developed republic and in a greatest extent oriented toward Western Europe.
At the beginning of 1990s Serbia and Slovenia, within the former Yugoslavia, simultaneously started the transition process, which after 1991 took quite different pathways in the two countries. In 1991 Slovenia became an independent state, escaped from wars in the former Yugoslavia, successfully managed the transition process and entered the EU as one of the most successful transition economies. Nowadays, the Slovenian population is around 2 million and is predominantly Catholic. The average monthly salary accounts to app. 1000 EUR.
1 The rate of unemployment in 2006 was 6%, with the official forecast of a tendency in 2007 and 2008 to fell below 5% 2 ; even though, the regional differences in unemployment remain very high (for example the unemployment rate in Pomurska and Podravska regions are 13% and 10% respectively in 2007) 3 . Regarding the role of trade unions in Slovenia, some studies suggest that they are quite important since between 40% and 50% of the active working population was unionized at the end of 1990s (Stanojević, 2000 in Alas, Svetlik, 2004 330 million % monthly rate at the beginning of 1994) 6 , UN economic sanctions, NATO air strikes and considerable economic crisis. At the beginning of 2000s, after a turbulent change of regime (the overthrow of the Slobodan Milosevic's autocratic rule) Serbia started again the process of transition toward a market economy through a much faster privatisation, radical restructuring of enterprises, downsizing of public enterprises, macroeconomic stabilization and liberalization, which effectuated in quite high GDP growth rates of 6% annually, significant growth of the SME sector (employing more than 50% of country's workforce), but also in a very high unemployment rate (between 25 and 27% from 2003 to 2007) 7 . According to some studies, the labour market in Serbia has majority of characteristics which are common for transition economies, such as an increase of unemployment in first years of transition, a long-term unemployment, a high unemployment rate among youth (unemployment youth rate is 2.5 times higher than unemployment rate among adults), people with a lower education as well as large regional employment inequalities and large earnings discrepancies between cities and other localities in favour of cities (Krstic, 2004; Litchfield et al., 2007) . Currently, with the population of 7.5 million (predominantly Orthodox) and the unemployment rate above 20% Serbia is fighting against unemployment and for a better living standard for its citizens. The informal sector (app. 34% of GNP) facilitates workforce mobility in a way that absorbs surpluses, offers jobs to people who lost their jobs or were inactive and more flexible working practices (Krstic, 2004) . The average monthly gross salary in 2007 is app. 490 EUR. Many individuals have been forced into various types of career transitions from unemployment to dramatic career change while others have been fortunate enough to apply their expertise in privately owned firms or to move to self-employment or informal sector.
In spite of the described differences in economic developments between the two countries, Slovenia and Serbia do have similar national cultures, according to the Hofstede research (2001). Hofstede's original research of national cultures included former Yugoslavia as the only East European socialist country. In the meantime, the civil wars broke out and Yugoslavia disintegrated into several independent states: Slovenia, Croatia, Macedonia, Bosnia and Herzegovina, Montenegro and Serbia. With regard to the disintegration of Yugoslavia, a question was raised whether the unique Yugoslav national culture had ever existed. Former Yugoslavia was a controversial country with many differences within itself. However, since all nations of former Yugoslavia are of Slav origin (including Bosnian Muslims) and share similar languages, geographical and natural environment, it is reasonable to assume that cultural assumptions of all the nations of former Yugoslavia were common. Hofstede himself confirmed this. After ----6 According to Cerović (2006) . 7 According to the National Employment Service of the Republic of Serbia, 2007. disintegration of Yugoslavia he broke the original Yugoslav data into data on national cultures of Slovenia, Croatia and Serbia (Hofstede, 2002) . All three cultures were placed along the dimensions of national cultures close to each other (see Table  1 ). It is likely that during the last fifteen years divergent developments took place in these three national cultures, but it may also be argued that the period was rather too short for these cultures to differentiate significantly. Also, it is reasonable to assume that the Serbian national culture has changed the least with regard to the original research, due to a very slow process of transition toward political democracy and market economy.
Methodology
In order to achieve the research aim and to explore whether the speed of transition dominantly shapes the HRM developments in ex-socialist countries, we focused our analysis on the following research questions: 1.
Do HRM policies and practices in Serbia and Slovenia diverge, and in what aspects? 2.
Can the differences in HRM practices between the two countries, if existing, be explained as consequence of the transition process? 3.
Are there, in spite of quite different transition paths, some similarities of HRM practices in both countries, which at the same time diverge from prevailing HRM practices in the EU?
In order to answer these questions, we compared the data on HRM practices in Slovenia and Serbia, as well as with the data on EU dominant HRM practices. The analysis was focused on the following areas of HRM: the role of the HR function, HRM strategy involvement, training and development, performance measurements and rewards, employee relations and the role of trade unions. The collected data were twofold: as primary data for Serbia through the CRANET survey in selected 38 Serbian companies, and as secondary, already published data for Slovenia and EU average, based also on the CRANET survey and published in Brewster et al.'s study (2004) .
As a consequence of such a research design, the analysis has been limited to those HRM policies and practices for which coherent data has been available for both countries and EU average. This has significantly limited the scope of our analysis. The second limitation of this analysis is the time frame of data being collected through the CRANET survey in different countries. For example, the Slovenian data was collected during 1999 and 2000, whereas the data for Serbia was collected during 2006 and 2007. So, there was a time lag between the two observations, which could hide HRM developments in Slovenia during the 2000-2006 period, since the period of six years may be sufficient for some additional changes in HRM to take place. Nevertheless, we believe this analysis may contribute to a deeper understanding of HRM in the transition economies.
Results and Discussion
The role of the HRM function and its strategy involvement. Data for the two countries, Slovenia and Serbia, suggest that the role of the HRM function is quite different in two countries. The percentage of organisations having the head of the HRM function on the board of directors in Serbia is 24.3% and thus far bellow the EU average (55%) and the respective percentage in Slovenia (57%). These results are consistent with the data on the stage when HRM is involved in development of corporate strategy, which shows that in Slovenia HRM in majority of companies is involved from the outset, whereas in Serbia the number of such companies is significantly lower (see Table 2 ). Nevertheless, half of selected Serbian companies, like Slovenian and European organisations, have a written HR strategy (50%, 54% and 50% respectively).
On the other hand, Serbian organisations, compared to Slovenian and European ones, in the greatest extent systematically evaluate the performance of HR departments (55% compared to 33% and 39%, respectively). In terms of criteria used for evaluation of HR departments, the obtained data shows that Slovenia and Serbia to a similar extent use internal measures of cost effectiveness (36% and 32% respectively), but Serbian companies are more heavily relying on the performance against objectives as the most important criterion (68% of organisations, compared with 22% of Slovenian organisations). Regarding the primary responsibility for major HRM policy decisions, the data show that in the Serbian companies, contrary to the Slovenian and the European ones, the dominant role is given to the line management (see Table 3 ). While HR policy in Slovenia and Europe is dominantly formulated through the cooperation of HR department and line management, in Serbia such cooperation is less frequent. Interviews with the HR managers in Serbia revealed that the primary responsibility for HRM issues has actually been given to the top management rather than line managers. This is consistent with both a considerably high level of centralisation and frequent use of autocratic leadership style in Serbian companies.
These results imply that in terms of the role of HRM function and its strategy involvement, Slovenia is tremendously closer to EU countries than Serbia. In Slovenia, as well as in Europe, the HR department has a more profound role in strategy formulation and implementation. How can this be explained?
We believe that the explanation for identified differences between Serbia, on one hand, and Slovenia and Europe, on the other hand, is multifaceted and is embedded in the following grounds.
Firstly, one important difference between Slovenia and Serbia is the fact that the competence of HR professionals in the two countries is quite different. Although Serbia and Slovenia once belonged to the same state, there was a difference regarding the available formal and informal education and training opportunities for HR professionals in two former republics. Undergraduate and graduate courses for HR professionals existed in Slovenia since the late 1950s (Alas, Svetlik, 2004) , whereas in Serbia they have started only recently. As a consequence, there is a lack of competent, experienced and educated HR professionals in Serbia. More strategic orientation of HRM certainly requires that HR professionals need to acquire the following competencies: business competence, professional-technical knowledge of state-of-the-art HRM practices, competence to successfully manage a change process and integration competence to integrate the three other competences to increase the company's value (Noe et al, 2006) . Secondly, Serbian tradition regarding the HRM function assumes it as a primarily administrative function. In majority of companies it is still called the "Personnel Function" and frequently includes only the following activities: the evidence of employees, managing personal files, taking care of legal issues concerning paid leaves, maternity leaves and other administrative issues required by the Serbian Labour Law. Core HRM activities, such as recruitment, selection, training, career planning, compensation, performance appraisal and employee development are rather neglected and underdeveloped. Regarding the organisational position and size of the "Personnel Function", it is often the case that it is grouped together with the legal unit and the support operations unit within the same department, employing lawyers (often only one person with the university degree) and many clerical staff. Moreover, collected personal details about the most senior HR managers in the selected sample suggest that many Serbian companies have only recently established HR departments, since in 43% of companies HR managers have less than five years of experience in HRM.
Third, the awareness of human resources as a possible source of organisational competitive advantage is still rare among the Serbian top managers. Most of them are occupied with resolving in their opinion more complex and important problems such as acute financial crisis, how to replace the obsolete technology, or how to react to the competition of foreign newcomers. Human resources are not viewed as a critical factor of the company's success, especially in a situation where there is a plenty of qualified people waiting for a job on the Serbian labour market. In such context, it is expected that HRM is not considered as an important function which should be consulted in the process of strategy formulation and strategy implementation.
Fourth, a high degree of centralisation and prevailing autocratic leadership style in Serbian companies do not leave so much room for involvement of any other function in strategy formulation. A majority of strategic and policy decisions are made by a very small team of top managers, without consulting all functional or middle managers.
However, it can be expected that the transition process in Serbia will increase the importance of HRM function and its involvement in the process of strategic management for the following reasons: (1) strong market competition will raise the awareness of top management that both human resources and the HR profession are contributing to the company's overall success; 2. new generation of young and educated HR professionals will enter Serbian companies in the following years; 3. Serbian companies will learn more about the role of HRM from foreign companies operating in Serbia; 4. we may expect that the level of centralisation in Serbian companies will lower as the transition moves forwards.
Recruitment and selection. Research results reveal that Serbia and Slovenia use pretty much the same recruitment and selection methods, as well as a majority of European companies (see Table 4 ). The only significant difference is that Serbian companies use recruiting from abroad more than Slovenian and European companies. From interviews with the Serbian HR managers, we learned that the vast majority of employees recruited abroad are actually professionals and managers. We believe that the explanation for this difference is twofold. Firstly, there is a considerable lack of competent professionals in some areas (HR, stock markets, investment banking) as well as top managers in Serbia due to late and slow reform of university education in Serbia and the fact that a vast number of young professionals left the country during the turbulent 1990s. The second reason for relying on recruiting abroad in Serbia can be found in the method of privatisation of Serbian companies. Many Serbian companies, and especially banks, were sold to foreign companies, investment funds and banks. New top management teams in bought companies usually brought managers and some professionals from the HQs since they had estimated the level of competence of Serbian managers and professionals as unsatisfactory. Regarding the internal mechanisms for filling managerial vacancies, we compared the data for Serbia with the EU average, since the Slovenian data was not available. The Table 5 shows that the senior management is significantly more internally recruited in Serbia than in EU (80% and 52%, respectively). On the contrary, junior management is less frequently internally recruited in Serbia than in EU (49% and 62%, respectively). We believe that possible explanation for this difference lies in the Serbian national culture. According to Hofstede (2001) , the national culture with high power distance and uncertainty avoidance, such as the Serbian national culture, is characterized by strong orientation toward seniority and lack of trust in young people. From the interviews with HR managers we learned that other recruitment methods, beside internal recruitment, are less used for more senior managerial positions. An especially interesting finding is that recruitment agencies are highly unpopular for filling managerial positions in Serbia due to inadequate competence and professional capacity of such agencies as well as their insufficient number. Obtained data on dominant selection instruments revealed that companies in Serbia dominantly use application forms and one-to-one interview, like a majority of European companies (the respective Slovenian data were not available). The most unpopular methods in both companies are graphology and assessment centre. The only difference between Serbian and an average EU company is the application of psychometric tests which is considerably lower among Serbian companies. The interviews with the most senior HR managers revealed that the low use of psychometric tests in selection process in Serbia can be explained by the following factors: (a) high costs of implementation, (b) tests are frequently not customized to the local environment and culture, (c) absence of professional expertise for applying psychometric tests.
Training and development. In terms of training and development practices, the data shows that a majority of Serbian companies do not plan, organise or monitor training and development activities in a systematic way. This proves to be the main difference between Serbia, on one hand, and Europe and Slovenia, on the other. Only one fourth of selected companies in Serbia actually measure costs of training and compare them to salaries and wages bill. In addition, only 37% of selected companies in Serbia actually know who, when and for what purpose has been trained. Majority of companies which do plan and execute training in a systematic way are affiliations of foreign companies or are connected to them in some other way. Training activities in the majority of Serbian companies seem to be fragmented, stochastic, and uncontrolled mainly due to the following factors. Firstly, the weak role and insufficient authority of the HR department in an average Serbian company does not leave much room for exerting the authority of HR function over training activities. Secondly, in a majority of Serbian companies primary responsibility for training issues is given to the line management, which usually does not plan and control this activity, but rather reacts as need for training becomes obvious or urgent.
Regarding the training costs, the Table 6 shows that among Serbian companies which do calculate training costs (24%) the proportion of training costs to annual salary and wage bill is similar to the EU average. At first glance it seems that selected companies in Serbia are spending even more on training than Slovenian ones. However, when making conclusions the following facts have to be taken into account: (1) the average salaries and wage bill in Serbia is several times lower than in Slovenia, so the proportion of the same training cost (in absolute terms) to annual salaries is higher; (2) the use of internal trainers in Serbian companies is very rare, which increases overall training costs; (3) possibly, employees and managers in Serbian companies really need much more training than their Slovenian counterparts due to the starting phase of transition and restructuring process, usually accompanied with substantial layoffs and obsolete competencies of employees. The high training costs in Serbian companies are consistent with the data on number of training days per year received by staff categories presented in Table 7 . Table 7 shows that managers and employees in 37% of Serbian companies which systematically monitor training activities had considerable more training days than their colleagues in European and Slovenian companies. Again, it seems that an early phase of transition process in Serbia causes a significantly higher need for training among Serbian employees and managers. It is especially interesting that, like in Slovenian and European companies, in Serbian companies managers received considerably more training than professional/technical staff. This could be explained by the lack of basic managerial competencies among Serbian managers due to the inefficient educational system in previous decades. As we have already mentioned, even though Serbia and Slovenia were parts of the same country, their educational systems differed. Management education in Slovenia started decades before the transition, even during the socialist era. In addition, transition process in Slovenia was much faster than in Serbia, so we may propose the hypothesis that Slovenian managers have already acquired basic management skills and competencies so they now need considerable less training then their Serbian colleagues.
The interesting result is also the fact that clerical and manual staff in Serbia received much more training days per year than their colleagues in Slovenia and Europe. Even more, manual staff in Serbia received the same number of training days as the professional/technical staff, which is a completely opposite trend compared with Slovenian and European organisations. This data is in line with the Serbian socialist tradition in which professionals were neglected and underestimated compared to manual staff working in manufacturing units.
Performance measurements and rewards. In terms of performance appraisal, Serbia is significantly behind Slovenia and Europe, especially regarding the performance appraisal of managers (see Table 8 ). The difference between Serbia and Slovenia regarding the performance appraisal is especially interesting having in mind the fact that Serbia and Slovenia share the same cultural values, which are highly incompatible with the systematic, structured and formal performance appraisal as it is known in USA and Europe (Janićijević, Bogićević Milikić, 2006) . Both Serbian and Slovenian national cultures are characterised by high collectivism (low individualism), which implies that explicit and public evaluation of individual achievements could harm the group's harmony and thus is not well accepted among employees. High level of uncertainty avoidance in Slovenian and Serbian national cultures is also inconsistent with performance appraisal, since the appraisal process is highly uncertain and ambiguous, in this way being associated with high risk for both managers effectuating evaluation and the evaluated staff. Additionally, in the femininity cultures, such as Slovenian and Serbian, individual performance is less important and often inseparable from individual personality, so the possibilities for implementation of an objective performance appraisal system are quite limited. Finally, Serbia and Slovenia have a high level of power distance, which is inconsistent with the performance appraisal process which implies an open and a two-way communication between employees and managers (Hofstede, 2001) .
This poses an important question: If Serbia and Slovenia share cultural values which are incongruent with a formal and structured performance appraisal, how then did Slovenian companies manage to overcome cultural barriers and to implement the performance appraisal system in 1999, and Serbian companies 8 years later did not? The only possible answer is that Slovenia was significantly advanced compared to Serbia in the transition process, which led to the introduction of many necessary management tools, such as performance appraisal, regardless of the prevailing cultural values. This would mean that the transition toward market economy can, at least in some cases, overcome possible barriers raised by a national culture. Thus, in terms of performance appraisal, the Slovenian and Serbian cases show that the convergence hypothesis would be the true one in the convergence-divergence debate (Ralston et al., 1997) .
What is similar for Slovenia and Serbia is the highest use of performance appraisal for manual staff, whereas in Europe a majority of companies use performance appraisal for managers. This fact may solely be explained by both Serbian and Slovenian national cultures which are characterised by strong collectivism and femininity (Hofstede, 2002) , promoting equality among all group of staff categories. Regarding the merit/performance related pay in Serbia, Slovenia and EU, research results suggest two very interesting findings. Firstly, the Serbian companies use the merit/performance related pay schedules to a lesser extent than European and, especially, Slovenian companies (see Table 9 ). There are two possible rationales behind this. Firstly, the management in Serbia still does not know how to establish a sound merit/performance related pay system, due to the absence of relevant experience and knowledge. Part of this problem lies in the already described inability of Serbian companies to design and especially to successfully implement an efficient performance appraisal system, which will provide a fair ground for designing a pay for performance. The second reason for the relatively rare use of performance/merit pay schedules in Serbian companies may be found in the Serbian national culture. This culture contains strong values of collectivism and femininity (Hofstede, 2002) , which are incongruent with the distribution of rewards based on performance. Equality instead of equity is the preferred principle of distributive justice in Serbian companies. Additionally, egalitarianism, a frequent value in pre-industrial, collectivistic cultures, restrains the pay for performance, since it enlarges the differences between individual rewards among employees. However, the Slovenian case shows that during the transition process some basic managerial tools can be successfully implemented, even when incongruent with the dominant cultural values. The second interesting finding is that in Serbian companies, contrary to European ones, the performance/merit pay is more often offered to professional, clerical and manual staff than to managers. Similar to Serbia, the performance related pay is more used for rewarding professional staff than managers in Slovenia too. But, in the Slovenian companies, unlike Serbian and European ones, the performance/merit pay is relatively frequently offered to clerical and manual staff.
This finding seems to be a quite paradoxical one. Although the performance based pay should be more often offered to managers than to other staff categories, due to both a higher impact of managers on a company's overall performance and their larger discretion in exercising their work, in Serbia the situation is quite the opposite. The performance based pay is more often offered to all other staff categories rather than to managers. Why is this so? One possible explanation may certainly be found in the values of Serbian national culture. A high level of power distance probably prevents any measurement and control of managerial performances. The other probable explanation may be that Serbian companies simply do not know how to design and implement a system for measuring company's performances which should provide the basis for management performance appraisal.
Employee relations and the role of trade unions. The data in Table 10 shows that the trade unions have significantly lesser influence in Serbian than in European companies. The data also shows that the influence of trade unions in Serbia as well as in Europe did not change for 3 years prior to the research. Although we do not have the complete data for Slovenia from the CRANET research, on the basis of some other studies (Stojanović, in Svetlik, 2004) we believe that the influence of trade unions in Slovenia is much stronger than in Serbia. Table 10 shows that the number of companies in Slovenia where the influence of trade unions increased is two times higher (22%) than the number of companies where this influence decreased (11%) three years prior to the CRANET research. So, regarding the influence of trade unions, Slovenia is once again, between EU and Serbia, yet much closer to the EU. The weak role of trade unions in Serbia may be explained by the Serbian tradition and the dominant privatisation method. In the former Yugoslavia, during the Communist regime, trade unions were much more political than employees` representative bodies. Activities of trade unions were, at that time, much more involved in day-to-day politics than focused on the protection of employees` rights. Moreover, after the disintegration of the former Yugoslavia, trade unions were manipulated and used by Serbian political parties for implementation of political goals. For that reason, trade unions lost their credibility and, consequently, their influence in Serbian companies. Nowadays, some data shows that in Serbia less than 10% of the working population is organised through trade unions. They remain strong only in the state-owned monopolistic companies.
On the other hand, the weak role of trade unions in Serbia may also be explained by the dominant method of privatisation. Most Serbian companies were privatised through direct sales, which, in turn, produced corporate structures where concentrated ownership is the main mechanism for management control (Bogićević Milikić, 2006) . In such corporate structures the new owner(s) has no interest to improve the role of trade unions. On the other hand, the dominant methods of privatisation in Slovenia were insider privatisation and cross ownership among companies, which, in turn, produced corporate structures with more diffused ownership than in Serbian fully privatised companies. This is a possible reason why trade unions in Slovenia succeed in maintaining their role in society.
Research results have also revealed that Serbian and Slovenian companies are more centralised than European ones (see Table 11 ). Different staff categories are in a lesser extent briefed about strategy and financial matters in Slovenia and Serbia than in EU. Consequently, they have significantly lesser influence on strategy and financial performances than their counterparts in EU. However, Slovenia is, once again, somewhere in between Serbia and EU, since professional and technical staff in Slovenia are more frequently briefed about mentioned issues than their counterparts in Serbia. But, thus far it seems that Slovenia, in this case, is closer to Serbia than to EU. The described difference between Serbia and EU in briefing various staff categories about strategy and financial performance may be explained by the Serbian national culture. Very high power distance in Serbian culture promotes very low participation of all staff categories, beside the management, in the decision making process. Slovenia, which also has a high Power Distance Index (Hofstede, 2002) , followed the same pattern. Still, it seems that in Slovenian companies a certain amount of authority has been delegated to the professional/technical staff. This may be explained by twofold changes caused by the transition process. Firstly, strengthening of the free market economy and improvement of management in Slovenia probably raised the awareness of management that professional/technical staff has to have a more prominent role in decision making, due to knowledge it possess which is an indispensable factor of success in any developed economy.
Secondly, we may assume that the Slovenian national culture has been changed during the transition process toward a lower level of Power Distance Index, which, in turn, allowed for a higher involvement of professional/technical staff in the strategy and financial issues. On the other hand, Serbia has started the transition process much later and has moved through that process much slower. Thus, the awareness of necessity of delegating decision making authority to the professional/technical staff has not yet been raised, nor the strength of power distance has started to lower in Serbia. We may expect that the Serbian companies will become much more decentralized as the transition process moves forwards.
Organisation of work: flexible patterns of work. Regarding organisation of work, the differences between Slovenia, Serbia and EU revealed an already identified pattern: flexible work arrangements are more frequently used in Slovenia than in Serbia, but less than in EU. Table 12 shows that 80% of Serbian companies use no part time work arrangement or they use it under 1%. At the same time, 36% of Slovenian companies and only 7% of European companies are not using this type of work arrangement. The picture is pretty much the same when we look at temporary work arrangements, but here the differences are not so sharp. In our opinion, there are two main causes of identified differences: institutional and cultural. The institutional ground for infrequent use of flexible work arrangements in Serbia may be found in the following: weak labour market, absence of necessary institutions on this market, and rigidity of the Labour Law. The cultural reason for absence of the flexible work arrangements in Serbia is related to the high Uncertainty Avoidance, which is, according to Hofstede (2002) , present in both Serbian and Slovenian national cultures. In such a cultural environment employees do not like temporary and part time work arrangements, since these bring high levels of uncertainty into their careers and consequently their life. 
Conclusions
In this paper we have attempted to address whether and how the transition process influences the scope of HRM developments in two transition countriesSlovenia and Serbia. The research findings show that the HRM policies and practices in Serbia and Slovenia, regardless of the shared background, diverge in all investigated aspects -the role of the HRM function, HRM strategy involvement, training and development, performance measurements and rewards, employee relations and the role of trade unions. Obtained results confirm that the transition process, per se, may explain almost all differences between HRM practices in Serbia and Slovenia, since it managed to overcome cultural barriers imposed by some dimensions of Slovenian (and Serbian) national cultures regarding performance appraisal, flexible patterns of work, recruitment of managers and merit/performance-related pay. Therefore, we can expect that the advancement of transition process in Serbia will positively lead to the convergence of the Serbian HRM model toward the HRM model which is already in place in Slovenia and EU. Transition toward market economy as well as the process of stabilization and association with the EU will certainly lead to a radical change of Serbian institutional context, currently characterised by an underdeveloped financial market and concentrated ownership, weak labour market lacking competent managers and HR professionals, and the traditional approach to the HRM function. We also believe that the transition process, through the introduction of market mechanisms and systems, congruent with strong individualism, low power distance, masculinity and low uncertainty avoidance will lead to a change in the Serbian national culture towards a lower uncertainty avoidance and collectivism, and increased masculinity.
However, results have also indicated that there were some similarities of HRM practices in Slovenia and Serbia regarding low involvement of different staff categories, other than managers, in strategic and financial matters, as well as equality in the use of performance appraisal for different staff categories. The first similarity may largely be explained by the high power distance in Slovenian and Serbian cultures. The second similarity may be explained by strong collectivism and femininity which promote equality among different staff categories. We believe that further changes towards market economy and increase of FDI in both countries will promote decentralisation, higher employee involvement, individualism and masculinity.
The revealed pattern of similarities and differences in HRM practices between Serbia, Slovenia and EU and the factors causing these similarities and differences, drive us to the conclusion that the transition process is an important factor of HRM developments in transition countries. The transition process, as results indicated, represent a "meta factor" which can explain both institutionally and culturally derived differences between HRM practices in Serbia and Slovenia. The transition process drives changes in institutional framework, but also changes in the vales of national culture. So, we may propose a hypothesis that the Serbian HRM model will converge to the HRM model already in place in Slovenia and Europe, whereas the scope and speed of convergence will depend on the speed and success of the transition process in Serbia.
However, this paper, as already mentioned, has several limitations and represents only a first step to understanding some of the unique challenges and responses of companies from specific cultural contexts in coping with their problems in implementing Western management technologies and systems. Future research should expand on the present investigation through longitudinal studies of HRM developments in Serbia and Slovenia in the forthcoming years.
